The aim of this study is to gain insight in the challenges Dutch expatriates encounter during their stay in India, and in the way CCT can be improved in order to handle these challenges adequately. For this explorative in depth study CCT was split up in five areas: adjustment to work; adjustment to interacting with host country nationals; adjustment to the general non-work environment, adjustment to the Indian culture, and adjustment to the Indian context. Eighteen Dutch expatriates were interviewed. Data analysis included discursive interpretation of relevant quotes. A number of elements that can be improved in received CCT were located in the five above mentioned areas.
When investing in a foreign country most companies send some employees, especially managers, from the home country to that foreign country. This phenomenon is referred to as expatriation: "headquarters employees working abroad in one of the firm's subsidiaries for a limited period of usually two to five years" (Harzing, 2001, p 366) .
Nowadays, nearly 80% of the large and midsize companies send employees abroad (Black & Gregersen, 1999) . The management of these expatriates is one of the main tasks of international human resource management (Stahl & Björkman, 2006) . When expatriates embark on their foreign assignments, they are confronted with many difficulties that often result in the expatriate deciding to leave the host country before the conclusion of his or her assignment. These early return rates have been estimated to be as high as 40% (Black and Mendenhall (1990) . The focus of this study is on the crosscultural training (CCT) of expatriates that is given for improving the adjustment of expatriates in the host country. CCT has been defined as an educative process focused on promoting intercultural learning through acquisition of behavioural, cognitive, and affective competencies required for effective interactions across diverse cultures (Landis & Brislin in Littrell and Salas, 2005) . CCT has been identified as a major technique for improving the cross-cultural effectiveness of managers. But very little empirical evidence exists to support this claim. Lack of a unitary theoretical framework has hindered systematic research into CCT. Social learning theory (Bandura in Littrell, 2006) , the dynamics of adjustment (Church in Littrell, 2006 , Selmer in Littrell, 2006 and, culture shock (Church in Littrell, 2006) have been used by researchers to explain how CCT facilitates the effectiveness of expatriate employees. However, researchers have failed to empirically test these theories. Most of the few empirical studies that address the effectiveness of CCT provide support for the belief that CCT facilitates an expatriate's success on a foreign assignment. Black and Mendenhall (1990 p.120) for example conclude in their literature review of 29 studies: "Thus, the empirical literature gives guarded support to the proposition that CCT has a positive impact on cross-cultural effectiveness." More recent literature confirms this view (Forster, 2000 , Anderson, 2003 , Morris and Robie, 2001 , Waxin and Panaccio, 2005 . Research indicates that CCT is positively related to adjustability and cross-cultural adjustment is in turn positively related to performance and negatively to early return rates. CCT enhances skill development of self-maintenance skills, interpersonal skills, and cognitive skills, and CCT is positively related to the development of self-confidence and overall feelings of well-being (Littrell et al., 2006) . At present researchers believe that many factors potentially moderate the relationship between CCT and expatriate performance, including timing of the training (predeparture, postarrival), family characteristics (marital status, children, spousal adjustment), job characteristics (task difficulty, job discretion, role conflict, workload, and adjustment-inhibiting or facilitating factors), organizational attributes (postarrival CCT, organizational cultural differences, social support), individual attributes (cognitive flexibility, adaptability, tolerance for ambiguity, nonethnocentrism, extraversion, positive self image, social skills, open mindedness, cultural empathy, ability to deal with psychological stress), cultural toughness (size of cultural differences), training rigor (training method and training length: low, moderate, high) (Littrell et al., 2006) . Despite the many claims by researchers that CCT is necessary to increase the probability of success on foreign assignments, MNCs are not listening. Although estimates vary, only approximately 30% of MNCs offer their employees CCT, and most of these programs are 1-day briefing sessions (Littrell et al, 2006) . Further, it is still not clear whether CCT in a traditional form offers expatriates the needed insights and skills to succeed (Osman-Gani, 2000) .
Being one of the countries attracting most expatriates (Amin and Mattoo, 2008, Rothermund, 2008) 
THEORY
CCT has process and content aspects. Process aspects are CCT delivery approaches and instruction strategies. Different CCT delivery approaches can be distinguished (Bhawuk and Brislin, 2000 , Littrell et al. 2006 , Russell, 2006 such as for example job expectations (providing the expatriate with accurate job expectations), didactic training (factual information regarding working conditions, living conditions of the host country, and cultural differences), interaction training (overlaps, on-the-job training supervised by an experienced expatriate already occupying the same position), cultural awareness training (raising understanding of ones own culture to appreciate cultural differences), attribution training (providing learning to comprise explanations of host national behavior from the host-culture point of view), cultural assimilation (simulated experience via role play or negotiation simulations), language training, sensitivity training (developing a flexible attitude toward host country nationals, HCNs) and training of the family (for spouse and other family members). Also CCTs have different instruction strategies such as behavior modification, simulations, expositive instruction and field experience (Baumgarten in Forster, 2000) . Looking at the content of CCT researchers agree that three aspects are essential; the degree of personal adjustment to the new host environment, the degree of professional effectiveness in accomplishing business responsibilities, and the degree of interpersonal adjustment (Littrell & Salas, 2005) .
In expatriate management 'adjustment' to the host country is essential (Zucal & Talani, 2004) . But what does this adjustment exactly entail? Black & Gregersen (1991 p.498 ) define adjustment as the "degree of a person's psychological comfort with the various aspects of a new setting". According to , there are three indicators of international adjustment: adjustment to the general non-work environment, adjustment to work, and adjustment to interacting with host country nationals (HCNs). In order to achieve this international adjustment, a CCT course can be an important tool to learn to handle challenges such as culture shock, isolation, homesickness, problems with housing, differences in work-related norms, different gender roles, differences in health care, a different language and different customs (Morley & Flynn, 2003 , Mendenhall & Oddou, 1985 , 1986 . Contents of CCT courses mentioned in the literature are not only as above mentioned, job factors, relations with HCN's, and the non-working environment (for example language, bureaucracy, and safety), but also the context of the country (e.g. religion, poverty) and the culture of the country (Brewster & Scullion, 1997 , Forster, 2000 , Russell, 2006 . In this paper culture is defined as: "the collective programming of the mind which distinguishes members of one group or category of people from another" (Hofstede, 1991 p.5) . Having an idea about how we can perceive culture, the next question is how it can be studied. Since, culture remains partly implicit, it is not always easy to 'measure' a particular culture. However, there are a number of theories available on this topic. While discussing two of them, only those theories which stress the comparable aspects of culture, the so called 'etic' studies, will be discussed. The opposite of the etic studies are the emic studies, which entail rich data, but are hardly comparable since they are more subjective than data collected in etic research (Koen, 2005) . Since we want to find out what the influence of the Indian culture and context is on problems and challenges experienced by Dutch expatriates, it seems better to stress the comparable aspects of culture. Therefore only etic theories such as the theory of Hofstede (1991) and the theory of Hampden-Turner & Trompenaars (2000) will be used. Although we acknowledge and are aware of the critique on Hofstedes dimensions, such as flaws in his methodological assumptions (McSweeney, 2002) for example the assumption of equating nation with culture and the difficulty, and limitations of an understanding of culture by means of numeric indices and matrices (Baskerville, 2003) , we still believe that his dimensions are valid for our study.
Hofstede distinguishes five dimensions on which cultures can be measured and compared 1) power distance, that describes the extent to which "the less powerful members of institutions and organizations within a country expect and accept that power is distributed unequally" (Hofstede, 1991: 262) . One of the implications of this dimension is that the organizational structures of organizations in high power distance countries are likely to be more centralized as those in low power distance countries; 2) uncertainty avoidance, describes the extent to which "the members of a culture feel threatened by uncertain or unknown situations" (Hofstede, 1991: 263) . For organizations this means that in low uncertainty avoidance countries there is tolerance for ambiguity in structures and procedures, while in high uncertainty avoidance countries there is a highly formalized conception of management; 3) individualism versus collectivism, describes whether "the ties between individuals are loose, with everyone being expected to look after himself or herself and his or her immediate family only" (individualism), or whether "people from birth onwards are integrated into strong, cohesive in-groups, which throughout people's lifetime continue to protect them in exchange for unquestioning loyalty" (collectivism) (Hofstede, 1991: 260-261) .
In collectivist countries the relationship between the employer and the employee is basically moral, like a family link. In individualistic countries on the other hand, the relationship between the employer and the employee is a business deal in a labor market; 4) masculinity versus femininity, describes whether "social gender roles are clearly distinct: men are supposed to be assertive, tough, and focused on material success; women are supposed to be more modest, tender, and concerned with the quality of life" (masculinity), or whether "social gender roles overlap; both men and women are supposed to be modest, tender, and concerned with the quality of life" (femininity) (Hofstede, 1991: 261-262) . In masculine countries managers are expected to be decisive, firm, assertive, aggressive, and competitive; while in feminine countries managers are expected to use intuition, to deal with feelings and to seek consensus; 5) long-term versus short-term orientation. This dimension is related to the "fostering of virtues oriented towards future rewards, in particular perseverance and thrift" (long-term orientation) versus "the fostering of virtues related to the past and the present, in particular respect for tradition, preservation of "face", and fulfilling social obligations" (short-term orientation) (Hofstede, 1991: 261-263) . In short-term oriented countries in business the short-term results are important: the bottom line; while in long-term oriented countries in business the building of relationships and market position are important. Treating friends better than others is normal and ethical. 2) specificity versus diffuseness, which refers to the level of particularity or wholeness used by a culture to define different constructs. Some cultures analyze phenomena into specifics; they use parts, facts, targets, tasks, numbers, units, points etc. Other cultures integrate and configure these details into diffuse patterns, relationships, and wider contexts; they focus on conceptual wholeness;
3) achieved status versus ascribed status refers to the fact that in some societies someone gets his status on the basis of achievement (achieved status), while in other societies someone gets his status on the basis of durable characteristics such as age (ascribed status); 4) sequential versus synchronous time. In a sequential culture, the focus is on rational efficiency. The importance is on how to get things done in the shortest possible sequence of passing time, and to stick to schedules. A synchronic culture on the other hand, allows parallel activities and is less focused on punctuality. It is more oriented towards effectiveness than towards efficiency, and interpersonal relationships are more important than schedules.
Comparing the Dutch and Indian culture on these nine dimensions shows that the Dutch culture and the Indian culture differ a lot on seven of the nine dimensions (Table   1 ). Only the dimensions uncertainty avoidance and sequential vs. synchronous view of time are not expected to cause problems for the Dutch expats going to India.
METHOD
The population interviewed for this study consists of Dutch expatriates who are or have been living and working in India. This means there were two selection criteria: Dutch nationality, in order to be able to anticipate on expected problems and challenges between the Indian culture and the Dutch culture; and the expatriate needed to live and work or have been living and working in India. Since very little knowledge of the relation between expatriation, training, performance, and culture was available an exploratory study was chosen. For such a study the saturation effect is reached at 15 interviews (Wester & Peters, 2004) .
At first only a few expatriates were found via expatriate forums,. Next snowball sampling, which "involves using informants to identify cases that would be useful to include in the study" (Kemper et al., 2003: 283) , has been applied in order to find more respondents. This finally resulted in 18 respondents. The respondents worked for private as well as for public companies in industry and in service, in (car, oil, pc) factories, in banks, in insurance companies and in hospitals.
Several distinctions have been made within the research sample based on gender;
country of origin of the company and whether the respondent was/is living in a rural or urban area. From the 18 respondents, four expatriates were female, and 14 expatriates were male. Six expatriates work(ed) for an Indian company, two expatriates work(ed) for a Dutch company located in India, and 10 expatriates work(ed) for a multinational.
Fourteen expatriates are/were living in an urban area, and 4 expatriates are/were living in a rural area. (Mehta & Shah, 2003 , Milner, 1994 . The Indian culture furthermore was operationalized following the cultural dimensions of Hofstede (1991) and Hampden-Turner & Trompenaars (2000) (see Table 1 ).
Data analysis existed of the following steps. First the recorded data, gathered from the interviews, were converted into verbatim transcripts. Next, before the actual analysis started, codes (such as for example existence of pre-departure training, content of CCT, type of CCT, opinion expatriate about CCT, impact of CCT regarding adjustment to work, absence of elements in received CCT regarding adjustment to interacting with HCNs, religion, corruption, power distance, uncertainty avoidance) were formulated with help of the theoretical framework. Subsequently the interviews were codified with help of these codes. The codification of the transcripts helped to structure the data and ensured to some extent the comparability of the conducted interviews. The last step taken was composing a matrix for each respondent in which all the codified elements were gathered.
From the codified data we derived the most important themes. Within these themes we selected the illustrative quotes to make sense of these themes. These quotes were discursively interpreted to understand what, why and how things where said by the expatriates (Potter & Whetherell, 1987) .
FINDINGS
The aim of this study was to gain insight in the challenges Dutch expatriates encounter during their stay in India, and in the way the CCT can be improved so that Dutch expatriates are able to handle these challenges adequately. This central issue is described in this section and based on the information provided by the expatriates.
From the 18 interviewed expatriates, 6 of them (respondent Anne, Carine, Eddy, Ian, Klaas, and Max) received some form of CCT, varying from one day to several weeks. Only one respondent Klaas, works for a multinational, the other respondents who have had CCT all work for an Indian company. These six respondents indicated that training should not be too long, that it can never be perfect for all expatriates, that it is fun to find out things yourself as well, and that you should be aware of the risk of getting too superficial.
The received CCTs have in common that they included cultural awareness training and attribution training. Further some of the received CCTs also included didactic training and language training. Instruction strategies used where predominantly participatory approaches such as role play and simulations that require active participation of the expatriate. One expatriate mentioned the use of case studies.
In this study the challenges Dutch expatriates encounter during their stay in India have been investigated regarding five areas: work, interacting with HCNs, the general non-work environment, the Indian culture, and the Indian context. From the empirical data it seems that for each of these areas a number of elements can be identified as a possible source for problems and challenges. These elements have been summarized in table 3 (for work, interacting with HCNs, and for the general non-work environment) and table 4 (for the Indian culture, and the Indian context). The extent to which these elements should be treated in a CCT, according to the expatriates interviewed for this study, is included ("just mention", and "treat extensively).
The elements which should form the basis of a CCT for Dutch expatriates going on assignment in India can be split up in three groups, namely international adjustment, the Indian culture, and the Indian context.
International adjustment consists of adjustment to work, adjustment to interacting with HCNs, and adjustment to the general non-work environment (see Table 3 ). Adjustment to work should definitely be an element of CCT for expatriates leaving for India and this element should be treated extensively according to 10 respondents.
Respondent Max, who is working for an Indian company in a rural area, says for
example: "if you come somewhere, in a country where you don't know the habits, it is useful that you can make a distinction between things you can avoid and things you simply can't avoid. I mean, it isn't always your fault."(...) "When I had to deal in India with the situation that people didn't pay attention to me, I found it nice to know that this is quite a normal situation. So in that sense the training definitely helped me."
This quote shows that CCT can make that you feel yourself at home quicker and that you know a bit more about the habits and how to react to those habits. However, five respondents did not give their opinion about whether they think CCT (could have) helped them in their adjustment to work, and 3 respondents indicate that they think CCT did or could not have any influence on adjustment to work. is personal, and differs from person to person. Moreover, each country has its own culture, and although previous experiences can have the result that the expatriate already knows general elements of being an expatriate and about how to cope with a different culture, they still do not know anything specifically about the Indian culture. In addition, more than half of the respondents explicitly indicates that CCT has helped or could have helped them regarding adjustment to working in India. Therefore, in our opinion, adjustment to work should be an element of CCT for expatriates leaving for India, regardless previous experiences the expatriates have.
Regarding adjustment to interacting with HCNs 11 respondents indicate that they think CCT helped them (in case they received CCT) or could have helped them (in case they did not receive CCT) in their adjustment to interacting with HCNs. However, there should be made a distinction between interacting with HCNs on a social level and interacting with HCNs as domestic personnel. Regarding interaction with HCNs on a social level, it is important to include at least some basic elements, some basic dos and don'ts. Regarding interacting with HCNs as domestic personnel, the CCT definitely needs to focus extensively on this subject to avoid problems in this area. The second group of elements concerns the Indian culture (see Table 4 ). Power distance should be discussed extensively in a CCT program since it is likely to be a source of problems and challenges for Dutch expatriates working and living in India. of Indians the level of collectivism is high. However, it appears to be difficult to say whether there is a collectivistic mindset within companies. There seems to be a dichotomy between the companies in India. Some have a collectivistic mindset, while others have not. It is therefore important to mention collectivism in a CCT program. In that way the expatriates will be prepared for the fact that although the Indian society is collectivistic, this might be different in the company they work for. However, this subject should not be treated too extensively. Uncertainty avoidance should be treated as well in a CCT program. Respondent Queen, working for a multinational in an urban area, tells: This shows the influence of religion in the work environment. As can be seen, this can go pretty far. If there is a tree right in front of a loading dock, the tree has to be cut.
However, because of the religion the tree cannot be cut. This is a delicate situation. If the expatriate just orders to cut the tree, there is a risk that the Hindus among the employees are offended, this can lead to awkward situations."
The element poverty in general should be treated extensively in a CCT program, and it should be pointed out to all expatriates. The results show that most expatriates have and keep having difficulties when being confronted with poverty in India. Carine says:
"(…) you know that you go to an area where people are poor, but when you see this poverty every day, it is still a shock." As Carine says being confronted with poverty daily is still a shock. The existence of organized groups of beggars is likely to be only relevant for expatriates going to urban areas in India. Regarding the latter it is therefore important to take the region the expatriate is going to into consideration. For the caste system the region the expatriate is going to should be taken into consideration as well.
When he/she go to a metropolis, a brief introduction to the caste system seems be sufficient. However, if the expatriate goes to a rural area, the CCT regarding the caste system should be more extensive. Anne, living in a rural area, indicates with regard to the caste system: "it's officially abolished, but in reality absolutely not. This uttering implies that influences of the caste system are still observed at work, and expatriates ought to know this as to handle social issues during their expatriation adequately. Corruption should be treated extensively in a CCT program for Dutch expatriates going to India.
When dealing with corruption consciously, it is less likely that expatriates will cross the thin line between ethical and unethical behavior. By including the identified elements (Table 3, Table 4 ) in a more specific CCT program for Dutch expatriates going to India, a better international adjustment of Dutch expatriates may be reached, and lead to a decrease in the failure rate of expatriate assignments in India. Moreover Dutch expatriates going to India may be more able to adequately handle the challenges they meet in India.
CONCLUSIONS
The aim of this study was to gain insight in the challenges Dutch expatriates encounter during their stay in India, and in the way CCT can be improved in order to handle these challenges adequately.
This study indicates that in order to improve CCT for Dutch expatriates going to India, training approaches such as cultural awareness training, attribution training, didactic training and language training are suitable. Instruction strategies should preferably be participatory approaches such as role play and simulations that require active participation of the expatriate. An good alternative are case studies. The contents of the CCT should be split up in the five areas: adjustment to work; adjustment to interacting with host country nationals; adjustment to the general non-work environment adjustment to the Indian culture, and adjustment to the Indian context. For each area the distinguished elements should form the basis of the training (Brewster & Scullion, 1997 , Russell, 2006 such as for example adjustment to work, to interacting with HCNs as domestic personnel, to the non-work environment, to power distance, to a synchronous view of time, to low uncertainty avoidance, to particularism, to poverty, to the caste system, to bureaucracy, to corruption and to white tax..
Since the main reason for expatriate failure seems to be the inability of the expatriate to adapt to the foreign environment (McDonald, 1993; Anderson, 2003) , rather than a lack of technical skills (McDonald, 1993) , the improved CCT for Dutch expatriates going to India might lead to a lower failure rate of expatriate assignments since CCT has a substantial positive influence on international adjustment (Black and Mendenhall, 1990; Forster, 2000; Anderson, 2005; Tung, 1987) . When including the elements shown in table 3, the international adjustment of a Dutch expatriate in India regarding work, interacting with HCNs, and the general non-work environment is likely to increase. Moreover, when including elements specifically related to the Indian culture and context, which are shown in table 4, the level of international adjustment is likely to increase even more since the Indian culture and context will have an influence on work, interacting with HCNs, and the general non-work environment. In a CCT course extensively treated should be elements such as for example bureaucracy and corruption, interacting with HCNs as domestic personnel, power cuts, safety, practical issues, poverty, power distance, synchronous view of time, and particularism. It is enough only to mention elements such as for example: interacting with HCN in a social environment, religion, health care, white tax, collectivism, and uncertainty avoidance.
Most of the elements found in this study are in line with the findings of Morley & Flynn (2003) . However, the findings of Morley & Flynn (2003) do not take the country the expatriate is going to into consideration. The findings of this study, being situated in India, do take the country the expatriate is going to into consideration. Where Morley & Flynn (2003) for example indicate that culture shock is one of the challenges an expatriate faces, this study identifies concrete elements of the Indian culture which can form a challenge for the Dutch expatriate. In other words, this study identifies elements which can cause this culture shock for Dutch expatriates located in India. The knowledge derived from this concrete focus on a particular country especially forms the added value of this study.
